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Agreement

AGREEMENT entered into by LINN COUNTY, IOWA CONSERVATION BOARD, (Employer) 
the AMERICAN FEDERATION OF STATE, COUNTY and MUNICIPAL EMPLOYEES AFL-
CIO Council 61, Local #231 (Union), for the purpose of promoting harmonious relations 
between the Employer, its Bargaining Unit employees, and the Union; establishing an 
equitable and peaceful procedure for the resolution of differences between the parties; and 
establishing wages, hours and the terms and conditions relating to negotiable items as set 
forth under Section 9, Scope of Negotiations, of the Iowa Public Employment Relations Act 
and such other items and conditions of employment as set forth in this Agreement.

Article 1

Recognition

1. The Employer recognizes the Union as the sole and exclusive bargaining 
representative for its Bargaining Unit employees as identified in paragraph 2 hereof with 
respect to those matters described above.  The Employer agrees that it will neither aid, 
promote, finance nor engage in activities, individually or in concert with others, intended to 
bypass or undermine the Union, or which are in conflict with this Agreement.  By the same 
token, the Union agrees that it will fully cooperate with the Employer in the efficient and 
economical performance of its responsibilities to the public.

2. The Bargaining Unit for the purposes of this Agreement consists of the Bargaining 
Unit designated by the Public Employment Relations Board in its decision rendered October 
13, 1995, Case No. 5300.

Linn County Conservation Employees

All employees of the Linn County Conservation Board in the following classifications:  Assistant 
Resource Manager, Conservation Education Specialist, Natural Resources Specialist, 
Conservation Education Assistant, Resource Technician, Mechanic, Operations Technician, 
Carpenter, Construction Coordinator, Light Equipment Operator, Heavy Equipment Operator, 
Senior Clerk Typist, Senior Account Clerk and Natural Resources Aide but excluding confidential
employees, supervisors, and all other persons excluded by Section 4 of the Act and temporary 
and seasonal employees working eight (8) months or less per year.

3. New employees falling within the Bargaining Unit set forth above will be covered by 
this Agreement.  Disputes as to whether such employees are or are not covered will be promptly
submitted to the Public Employment Relations Board for decision.

4. The Employer will introduce new hires to the bargaining unit steward within the first full
week of employment and provide the steward, in writing, with his/her name, job classification 
and assigned work unit.  The Steward may give the new employee literature about the Union.



2

Article 2

Definitions

The following definitions of terms shall apply throughout this Agreement unless specifically 
provided otherwise:
Act - The Iowa Public Employment Relations Act.

Anniversary Date - The anniversary of the calendar date of the employee’s last date of hire.

Bargaining Unit - the Bargaining Unit recognized by the Employer and defined in Article 1, 
Recognition, paragraph 2 hereof.

Board - The members of the Linn County Conservation Board.

Compensatory Time - Time off from regularly scheduled work time in lieu of overtime pay.  
Compensatory time will be administered in accordance with the applicable State and Federal 
laws.

County - Linn County, Iowa.

Employee - Any person within a Bargaining Unit employed by the Employer on a continuing 
regular full-time basis, i.e., scheduled to work forty (40) hours or more per week.

Employer - Linn County Conservation Board.

Paid Leaves of Absence - Absence by reason of injury compensable under Iowa’s Workers’ 
Compensation law and paid leaves of absence according to the collective bargaining 
agreement.

Part-time Employee - Any person within the bargaining unit employed by the Employer on a 
part-time basis, i.e., regularly scheduled to work less than forty (40) hours per week.

PERB - The Iowa Public Employment Relations Board.

Salaried Employee – A salaried employee shall be on a flexible work schedule, approved by the 
Director or designee, in order to meet the needs of the facility to which they are assigned.  They 
shall not be eligible for overtime pay or compensatory time off per Article 8 Overtime and Call-In 
Pay.

Seniority - Bargaining Unit Seniority - the total length of an employee’s service within the 
bargaining unit.  Department Seniority - the total length of an employee’s service with the 
Conservation Department.

Temporary and Seasonal Employee - Employees working eight (8) months or less per 
year.

Union - American Federation of State, County and Municipal Employees, AFL-CIO Council 
61, Local # 231.
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Article 3

Discrimination

1. The provisions of this Agreement shall be applied equally to all employees in the 
Bargaining Unit without discrimination as to age, sex, marital status, race, religion, disability, 
national origin or political affiliation or creed.  The Union shall share equally with the 
Employer in applying this provision of the Agreement.

2. The Employer and Union agree not to interfere with the rights of employees to 
become or not become members of the Union, and there shall be no discrimination, 
interference, restraint or coercion by the Employer or the Union against any employee because
of Union membership or lack thereof or because of any employee’s activity in an official 
capacity on behalf of the Union.

3. The Union recognizes its responsibility as bargaining agent and agrees to represent
all employees in the Bargaining Unit without discrimination, interference, restraint or coercion.

Article 4

No Strike - No Lockout

1. The parties hereby affirm their good faith, one to the other, and agree that the 
Employer will not engage in a lockout as prohibited under Section 10 of the Act, and the Union 
will not engage in a strike or picketing as prohibited under Sections 10 and 12 of the Act.

2. At no time shall employees be required to act as strikebreakers.  Nor shall an 
employee be required to go through picket lines where his/her personal safety is endangered.

Article 5

Check - Off

This section is a prohibited bargaining topic and has been removed effective 7/1/2021.

Article 6

Grievance Committee and Stewards

1. Employees selected by the Union to act as Union representatives shall be known 
as “Stewards”.  The names of the employees so selected and those of other Union 
representatives authorized to represent employees will be certified in writing to the Employer 
by the local Union.

2. The total membership of the Union Grievance Committee shall be four (4) employees.

3. Regular meetings between the Union Grievance Committee and the Employer shall be 
held as needed at the request of the union steward at a mutually convenient time.  Emergency 
meetings may be called or regular meetings canceled by mutual agreement.  Such meetings will 
be held during working hours and employees will be paid for time falling within their normal work 
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time.  Each party shall submit a written agenda to the other not less than two (2) work days prior 
to each meeting setting forth the items it wishes to discuss at the meeting.  No other third step 
grievances will be considered unless mutually agreed to by the parties.

The purpose of Grievance Committee meetings will be to adjust pending grievances, 
to discuss procedures for avoiding future grievances and to discuss and resolve matters 
pertaining to the administration of the Agreement (including safety and recommendations 
relating to job classifications).  In addition, the Committee may discuss other issues with the 
Employer which would improve the relationship between the parties.

4. The Union will attempt to locate Stewards so as to insure the most efficient performance
of their responsibilities and the minimum interference with their regular job duties.

5. Stewards shall be allowed a reasonable time to attend to the duties required of them 
under the grievance procedure hereinafter set forth.  However, no Steward shall leave his/her 
job without first giving reasonable notice to and obtaining the permission of his/her supervisor.  
The Steward’s supervisor will be responsible for making appropriate arrangements with the 
supervisor of any other work unit which may be involved in the matter.  The supervisor will not 
withhold such permission after having received such reasonable notice and opportunity to cover 
the Steward’s work situation without interference in production.

6. Stewards and Grievance Committee Members shall be allowed their regular rate of
hourly pay for such time falling within their scheduled hours of work as may be then required 
of them in the performance of their duties under the grievance procedure in the adjustment of
grievances and during investigatory and disciplinary meetings.  They shall accurately record 
such time on special time cards provided by the Employer.

7. The Union shall advise the Employer in writing as to its International Union 
Representative and/or Council Representative assigned to represent the Bargaining Unit.  
Such Union Representative or others authorized by the Union may visit Bargaining Unit job 
sites for the purpose of verifying Employer compliance with the Agreement, provided, however,
that before doing so such Representatives shall notify the department head of their presence 
and conduct their activities in such a manner as to not unreasonably interfere with the 
Employer’s operations.

8. It is understood that there shall be no refusal to perform any specific duty pending 
the handling of a grievance.  However, an employee desiring a Union Steward shall notify the
supervisor who will refer a Steward to the employee as soon as is reasonably possible during
regular working hours.

9. Union representatives shall be allowed to post Union notices and transmit 
communications to Union and Employer representatives necessary in the administration of 
the Agreement.  The foregoing may be performed during working hours, on Employer’s 
premises and without loss of pay.

10. The Union Contract Negotiation Committee will consist of a maximum of three (3) 
Union representative-employees.  Paid negotiating sessions with the Employer will be limited to
thirty-two (32) hours.
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Article 7

Hours of Work

1. Daily and weekly hours shall be determined by the Employer.  Except for part-time 
employees and others by agreement between the parties, the work week shall include a 
minimum of two (2) consecutive days off.  Except for part-time employees and others by 
agreement, which agreement shall not be unreasonably withheld, the hours of a work shift
shall be consecutive.

2. Employees will be paid for all the time worked in the employment of the Employer, 
including any function the Employer requires the employee to attend beyond the normal 
expectations of the job.  Employees required to work a split shift will be paid a premium of fifty 
cents ($.50) an hour for all hours worked on the split shift.  Employees required to work a split 
shift may use a department vehicle to travel to their private residence in Linn County and return 
to the work site between segments of the split shift.  Employees residing outside Linn County 
may use a department vehicle to travel to their private residence and return to the work site 
between segments of the split shift only with the permission of their supervisor.

3. Work schedules showing the employees’ shifts, work days and hours shall be posted
on department bulletin boards at all times.

4. Notice of a schedule change will be provided to employees and the AFSCME Council
61 Representative ten (10) work days prior to the first day of the change.  Employees may 
waive this ten (10) day notice.

Article 8

Overtime and Call-In Pay

1. Employees classified as Conservation Education Specialist are considered salaried 
employees and not eligible for overtime compensation according to this Article.

2. All overtime work must be approved in advance by the department head or his/her 
designated representative.  Overtime opportunities will be distributed as equally as practicable 
among qualified and able employees in the same job classification within the same work unit.  
Overtime offered and refused will be counted as overtime worked for purposes of this Article.  
Lists of overtime worked shall be posted on the Union bulletin boards and shall be updated 
monthly.  Employees may use the grievance procedure to challenge whether such overtime 
has been distributed according to this Article.

Exception to the first paragraph Article 8, Section 2: Employees working as Light or 
Heavy Equipment Operators and assigned to a certain route for snow removal will be called 
for overtime first for work on their assigned route.  If the assigned equipment operator is not 
available then the other equipment operator will be called.  If both equipment operators are 
not available then the Employer will call the Mechanic and if he/she is not available then the 
Employer will determine who will complete the overtime work.
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3. In the event too few qualified employees are obtained to work the overtime, the 
qualified employees with the least seniority in the job classification and work unit involved will 
be required to work.

4. Employees will be required to work overtime scheduled for their entire job classification
unless excused for good cause by the Employer.  In considering good cause, the Employer will 
not act in an unreasonable manner.

5. Time and one-half an employee’s regular straight time hourly rate will be paid as
cash overtime payment or accumulated as compensatory time off, to a maximum of two hundred 
forty (240) hours, for all time worked in excess of forty (40) hours in any one work week.  Unless 
the employee timely notifies the employer they wish cash overtime payment, all time worked in 
excess of forty (40) hours in any one work week will be accumulated, to a maximum of two 
hundred forty (240) hours, as compensatory time off.  Employees who accumulate overtime hours
as compensatory time off, in excess of forty (40) hours, may request such excess hours to be 
converted to cash payout at anytime during the contract year.  Compensatory time off 
accumulated prior to July 1, 1998 shall not be converted to cash payout.

Compensatory time off shall be taken at such time or times as may be mutually agreed 
by the employee and the work unit supervisor.  All paid leave hours shall be considered as 
hours worked for the purpose of computing overtime except for paid holidays celebrated on an 
employee’s regularly scheduled day off.

6. All employees, except salaried employees, are required to either sign a daily time 
sheet or punch the time clock.  The foregoing also applies to overtime work.

7. No employee shall perform work outside of his/her regularly scheduled work hours
or on any kind of an overtime basis without the prior approval of his/her supervisor except in 
emergency situations where the supervisor is not readily available.

8. Call In Pay   An employee called in to work outside of his/her regular work day will
receive a minimum of three (3) hours pay or three (3) hours work at the appropriate rate.  The
foregoing shall not apply to employees held over or called-in early on a scheduled shift.

9. Reporting Pay   Any employee who is scheduled to report for work and who presents
himself/herself for work as scheduled shall be assigned at least four (4) hours of work on the job 
classification for which he/she was scheduled to report, unless work is canceled and notification 
is broadcast by radio or television at least one (1) hour prior to the starting time.  If work on the 
job classification is not available, the employee shall be excused from duty and paid at his/her 
appropriate rate for four (4) hours work at the appropriate rate.  The reporting pay for part-time 
employees will be pro-rated according to the number of hours scheduled to work the day in 
question.

10. Double Time   Employees will be paid double their regular straight hourly rate for all 
time worked on their second day off in the work week, however, no part-time employee shall be 
paid double time per this section unless he/she has worked over forty (40) hours in any one work
week.
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Article 9

Seniority

1. Bargaining Unit Seniority - the length of an employee’s service in the Bargaining 
Unit.  For those employees who entered the bargaining unit on October 13, 1995, 
the bargaining unit seniority shall commence with the date of hire in the department.

Department Seniority - the length of an employee’s service in the Conservation 
Department and used for the purposes of accruing sick leave and vacation benefits.

2. A new employee shall be on probation and have no seniority rights or recourse to the 
grievance procedure except as to hourly rate of pay, holiday pay, overtime pay, leave pay and 
group insurance eligibility, for a period of ninety (90) calendar days from the date he/she 
commences work and, if retained, his/her seniority shall be calculated from such date.  Scheduled 
work days not worked are not to be included within the probationary period.  The Employer may 
extend the probation period for up to four (4) months in those cases where the type of work or 
peculiar circumstances require additional time in which to properly determine the employee’s 
qualifications.  The Union will be notified in writing and consulted in advance with regard to any 
such extension.  Any such extension shall be subject to the grievance procedure.  The Employer 
will provide the Union a quarterly listing of temporary employees, including their names, work unit 
and date of hire.  A temporary employee hired as a full-time or part-time regular employee at the 
end of his/her temporary employment shall begin to accrue seniority at the time of regular hire.  
Time as a temporary employee may be credited in whole or in part toward the satisfaction of a 
probationary period.

3. The Employer will provide the Union with a seniority list.  A similar list by department 
and bargaining unit will be posted in each work unit.  Such list shall be reviewed and updated 
each six (6) months or sooner if needed.  Objections to the list may be filed as a grievance at any 
time and corrections made where appropriate.  However, no grievance filed more than five (5) 
work days after posting shall cause a retroactive adjustment in pay or the reconsideration of a 
transfer.

4. Employees promoted so that they are no longer within the Bargaining Unit will 
continue to accrue seniority for a period of six (6) months.  Thereafter, their Bargaining Unit 
seniority will terminate.

5. Regular part-time employees will accrue pro-rated seniority based on the number of 
hours regularly scheduled to work and will continue with pro-rated seniority if such employee 
increases or decreases regularly scheduled hours of work including transferring from part-time 
to full-time employment.

Article 10

Transfer Procedure

This section is a prohibited bargaining topic and has been removed effective 7/1/2021.
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Article 11

Lay Off and Recall

This section is a prohibited bargaining topic and has been removed effective 7/1/2021.

Article 12

Rest Breaks and Meal Periods

1. Employees will be allowed two (2) fifteen (15) minute paid rest periods each day; one 
(1) period before and one (1) period after the lunch break.  The rest periods will be scheduled at 
the middle of each one-half (1/2) shift or as close thereto as is feasible.

2. Employees will be granted a meal period during each work shift.  Whenever possible
the meal periods shall be scheduled at the middle of the shift or as close thereto as is feasible.

3. Employees required to remain available or to perform work during their meal period
will be paid for same.  The shifts presently operating on this basis will continue to do so.

4. Employees scheduled to work two (2) hours or more beyond the end of their regular 
shift will receive a fifteen (15) minute paid rest break at the end of the regular shift.  Thereafter, 
they will receive fifteen (15) minute paid rest breaks as nearly as is feasible at four (4) hour 
intervals.  Further, such employees will be given the opportunity for a meal break after the first 
two (2) hours held over.  All such rest breaks and/or meal period may be staggered to 
accommodate the circumstances.

Article 13

Grievance Procedure

1. Employee grievances and disputes concerning the interpretation and application of 
this Agreement, or any Agreement made supplementary hereto, shall be settled in accordance 
with the following procedure:

Step 1. The Steward and the employee shall take up the grievance or dispute with 
the employee’s immediate supervisor within five (5) working days of the date of the grievance
or the date when he/she first should have had knowledge of its occurrence.  The supervisor 
will attempt to resolve the matter and respond in writing to the employee and his/her Steward 
within three (3) working days.  Such written response shall in no case establish a precedent 
binding on the Employer.

Step 2. If the answer is not satisfactory, the matter will be reduced to writing and, 
within three (3) working days after the supervisor’s response is due, presented by the Steward 
to the department head.  The department head will respond in writing to the Steward and Chief
Steward within three (3) working days thereafter.

Step 3. If the grievance still remains unresolved, the Chief Steward shall so advise 
the Employer’s designated Personnel Director in writing within three (3) working days after the 
response of the department head was due.  The matter shall then be considered at the next 
Grievance Committee meeting.  The Union’s Council 61 Representative shall attend and 
participate in all matters pertaining to the grievance at Step 3 and beyond.  A separate 
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Employer’s final decision on each grievance will be presented in writing to the Grievance 
Committee chairperson within five (5) working days after the close of such Grievance 
Committee meeting, with copy to the local Union President, Council 61 Union Representative, 
Chief Steward and grievant.

Step 4. If the grievance is still unresolved, either party may within ten (10) working 
days after the response of the designated representative of the Employer is due make written
request for arbitration.

The Union’s International Union Representative may attend and participate in all 
matters pertaining to the grievance at Step 3 and beyond.

The arbitration procedure may only be invoked with the approval of the Union, and in 
the case of an employee grievance, only with the approval of the employee.

Within five (5) work days from the date of receipt of the written request for arbitration, 
the Employer and the Union shall meet and either mutually agree upon an arbitrator or jointly 
petition the Public Employment Relations Board to submit a list of five (5) arbitrators, all of 
whom shall be members of the National Academy of Arbitrators, from which one (1) arbitrator
shall be selected to hear and decide the grievance.  If a panel of arbitrators is not available 
with the National Academy of Arbitrator’s Certification then the parties shall file a request for 
arbitrators from the Federal Mediation and Conciliation Service using the same procedure as 
above.  The Employer and the Union shall meet within five (5) work days from the receipt of 
said list and alternately strike four (4) names from the submitted list and the person whose 
name is left shall be the arbitrator.  Provided, however, the Union and the Employer may 
mutually agree that the list of proposed arbitrators submitted is unacceptable and will thereafter 
jointly petition the Public Employment Relations Board or the Federal Mediation and Conciliation 
Service, whichever is applicable, for a new list of five (5) arbitrators.

The party making the first strike shall be decided by the flip of a coin.

The arbitrator shall conduct a hearing on the grievance within a reasonable time and 
shall be empowered to rule on all disputes concerning the interpretation and application of 
this Agreement.  However, he/she shall have no power to change or amend the terms, 
conditions or application of this Agreement or any other Agreement made supplementary 
hereto.  The decision reached by the arbitrator shall be final and binding upon the parties.  
Unless otherwise agreed to by the Employer and the Union, the decision of the arbitrator and 
the findings upon which it is based shall be in writing and the copies thereof presented to 
each party within thirty (30) days from the date the hearing terminates.

Each party shall have equal time to present its case but no hearing shall extend beyond 
five (5) work days unless agreed to by the parties.  The party initially requesting arbitration shall
present its case first.  Each party shall bear all the expense incurred in the presentation of its 
case, and both parties shall equally share the expense of the arbitrator and other incidental and
necessary expenses involved.  It is understood that the necessary time spent by the Chief 
Steward and the grievant during their regular scheduled work hours in presenting the case to 
the arbitrator at the hearing will be without loss of pay.  Further, for each witness called by the 
Employer to testify at the hearing, other than the Director of Personnel and a supervisor, the 
Union will be permitted one (1) additional employee witness to testify without loss in pay on the 
same basis as above.  The foregoing in no way limits the number of witnesses who may be 
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called by either party.  It merely limits the number of employees who may be called to testify on 
Employer time.

2. Except as provided in Grievance Committee and Stewards article, unless agreed to the
contrary by the Employer, no meetings for any purpose of any part or all of the employees shall 
be called for or held during working hours which would result in a partial or complete shutdown of
the Employer’s facilities or the curtailment of the performance of governmental services.

3. It shall be the duty and responsibility of the Union representative, the Union Grievance 
Committee and the Stewards to make every effort to encourage employees to settle all grievances 
through the established grievance procedure without any interference with the performance of the 
Employer’s services except to the extent provided for under the grievance procedure.  The 
procedures set forth herein shall constitute the sole and exclusive method for the determination, 
decision, adjustment or settlement between the parties of any and all grievances and shall 
constitute the sole and exclusive remedy, except as may be otherwise provided by law.

4. No dispute concerning an entire job classification and rate therefore shall be subject 
to a grievance or arbitration unless during the period of this Agreement the Employer materially 
changes the job duties of an existing job, creates a new job classification or changes the rate of
pay for any existing job classification.

5. An employee may use the grievance procedure to challenge whether he/she is 
properly classified.

6. Grievances must be taken up promptly and awards and settlements thereof shall in 
no case be retroactive beyond the date on which the grievance was first presented to the 
supervisor.  Failure on the part of the Union or an employee to make a timely filing or appeal 
under this ARTICLE, except for good cause, shall constitute a waiver of the grievance.  
Failure of the Employer to make a timely filing or answer under this ARTICLE, except for good
cause, shall constitute a settlement of the grievance in accordance with the requested 
remedy. However, in no case shall such a settlement establish a precedent or be used in any 
way by any party in any future proceeding.

Article 14

Leaves of Absence

1. Employees must, at the earliest possible time, make written request to their work 
unit supervisor or in their absence the department head for any leave of absence setting forth 
the reason for the leave of absence and the approximate length of time off desired.  Such 
request shall be answered promptly by the work unit supervisor or in their absence the 
department head.

2. Sick Leave A leave of absence for disabling or confining illness or injury will be 
granted by the Employer on the basis set forth below:

. a. Employees shall start to earn sick leave from their date of hire and shall 
accumulate days of paid sick leave at the rate of eight (8) hours for each 
completed calendar month of service during which the employee either worked 
three (3) regular work days or was on paid leave of absence (including Workers’
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Compensation Leave) for at least three (3) regular work days.  There is no 
maximum on the number of accumulated sick days.

b. In order to qualify for sick leave benefits, an employee desiring to take a sick 
leave must, as soon as is reasonably possible, notify his/her immediate 
supervisor indicating the nature of the illness or injury and the anticipated length
of absence.  Employees absent for three (3) days or less due to injury or illness 
will not be required to submit proof of such injury or illness.  Abuse of sick leave
is prohibited.  Prior to approving sick leave of more than three (3) days, the 
employee’s work unit supervisor or department head may require verification of 
the employee’s condition through a statement from the employee’s doctor 
certifying the employee’s disabling sickness or injury or through examination of 
the employee by a doctor of its choosing.  In the latter case, the doctor’s cost 
will be borne by the Employer.

c. Earned sick leave benefits will only be paid for and applied against regular 
scheduled work days lost by the employee due to a bonafide illness or injury, 
which is disabling or required confinement except that:

(i)  a maximum of four (4) consecutive hours will be paid for attending 
routine doctor or dentist appointments.

(ii)  sick leave benefits up to a maximum of sixteen (16) hours in any one (1) 
work week will be paid for absence due to a serious illness or injury to a 
member of the employee’s immediate family which requires the employee’s 
presence.  For purposes of this section an employee’s immediate family 
includes the employee’s:  spouse, mother, father, parent-in-law, son, 
daughter, brother, sister, and a grandparent, grandchild, stepchild, stepparent,
or legal ward living in the employee’s household.

d. Sick leave benefits will be paid at the employee’s regular straight time rate within 
his/her regular job classification as of the initial date of such absence.

e. A holiday for which an employee is entitled to holiday pay shall be paid as a 
holiday and not as a day of sick leave.

f. Sick leave benefits will be paid for actual work time lost.

g. No sick leave benefits will be paid to or charged against an employee during 
periods in which the employee is on paid vacation or leave of absence.  If an 
employee on vacation is hospitalized or receives a disabling injury, he/she may 
cancel his/her vacation and apply for accumulated sick benefits.

h. There will be no payment or other form of reimbursement for accumulated sick 
leave upon the termination of employment.

i. In addition to accruing seniority while on an authorized sick leave, employees shall 
be returned to the position held at the time the leave of absence was granted.

j. Employees who will exhaust their paid sick leave accumulation and will continue
to require a leave of absence due to a disabling or confining illness or injury 
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shall apply for an unpaid leave of absence in writing to the department head 
before their paid sick leave is exhausted.

The granting of such an unpaid leave shall be at the discretion of the department 
head, but will not be unreasonably withheld.  Further, department heads may 
require a statement from the attending doctor before granting such leave.

3. Maternity Leave  A leave of absence for maternity purposes will be granted by the 
Employer on the basis set forth below:

a. Any employee will be granted a maternity leave on the following basis.  On the 
date certified by the attending physician, the employee will be placed on 
maternity leave. At that time, the employee is to advise her department head in 
writing as to whether she will return to work at the end of her maternity leave.

The employee may utilize up to eight (8) weeks of accumulated paid or unpaid leave after 
delivery.  The employee may utilize an additional four (4) weeks of paid or unpaid leave but, 
absent medical justification, the additional four (4) weeks may not be taken as paid sick leave.  
Failure of the employee to contact her department head and arrange a mutually satisfactory 
date of return to work within twelve (12) weeks of delivery shall effect an automatic termination 
of employment unless otherwise agreed in writing by the Employer and the employee.

Upon returning to work, the employee shall provide her department head with a written statement 
from her attending physician certifying that she is able to then return to work on a regular full-time 
basis.

b. An employee returning from an authorized maternity leave will return to the last 
job she held as a regular employee.

4. Paternity/Adoption Leave  Fathers may utilize eight (8) hours of earned sick leave, in
addition to the leave provided in Section 2, (c), (ii) of this Article, for paternity leave.  
Such leave must be utilized within two (2) weeks of the birth of the child.

Employees may utilize up to twenty-four (24) hours of earned sick leave in the event of
adoption of a child.  Such leave must be utilized within two (2) weeks of obtaining 
custody of the child.

5. Leaves for On-the-Job Injuries A leave of absence will be granted by the Employer 
to any employee for absence required as a result of an on-the-job injury covered by 
Iowa Workers’ Compensation Insurance.  During such leave, the employee at his/her 
option may apply his/her accumulated sick leave to be prorated against the difference 
between his/her regular straight time wages and the compensation to which he/she is 
entitled under the Iowa Workers’ Compensation Law.

6. Special Leave   The Employer may authorize special leaves of absence for any period 
or periods not exceeding six (6) calendar months in any one (1) calendar year for the 
following purposes:

a. With or without pay for the purpose of attending college, university or business 
school or receiving special training in subjects related to the work of the employee
and which will be of benefit to the employee and the County service.
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b. Without pay for urgent personal business requiring the employee’s attention for 
an extended period, e.g., settling estates, liquidating a business, etc.

c. With or without pay for purposes deemed by the Employer to be beneficial to 
the County service.

The Employer may, upon the recommendation of the involved department head, grant 
leaves of absence with or without pay in excess of the limitations set forth above for the 
purpose of attending extended courses of training at a recognized university or college or 
for such other purposes that are deemed beneficial by the Employer for County service.

Leaves shall be granted or withheld on an impartial evenhanded basis and, if withheld, 
the reasons given in writing.

7. Unpaid Leaves of Absence   During an unpaid leave of absence, an employee:

a. will not receive compensation from the County;

b. will not earn sick leave or vacation;

c. may have the option of using accumulated vacation pay (except (d)) will not 
collect sick leave benefits;

d. will not collect sick leave benefits;

e. will not participate in retirement contribution during any full calendar month of 
such leave;

f. must pay all group hospital and medical group insurance premiums falling due 
during any month the employee is on such leave;

g. must pay all premiums for coverage under the life and disability insurance plan; and

h.  shall receive no other benefits during the period of absence.

However, such employee (once on authorized leave of absence without pay) will not 
accrue vacation or sick leave benefits while on such leave.

8. Sick Leave Conversion

Full-time employees who have accumulated six hundred (600) hours of sick leave may 
convert each additional accrued thirty-two (32) hours of sick leave to eight (8) hours of 
vacation.  If an employee’s accrued sick leave account thereafter is depleted below six 
hundred (600) hours, no conversion right exists until the account is rebuilt to six hundred 
(600) hours.  An employee may convert a maximum of ninety-six (96) hours of sick leave 
each fiscal year.  Use of vacation pursuant to this clause will be governed by the rules of 
regular vacation.

9. Military Leave

Employees shall be entitled to the military leave benefits provided under the Iowa Code at 
Section 29A.28 and the Federal Selective Service Act, which includes a leave of absence 
for the period of active service without loss of status or efficiency rating, and without loss 
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of pay during the first thirty (30) days of such leave of absence.  Proof of service must be 
returned to the department head before any salary or wage reimbursement is paid.

10.  Bereavement Leave

a. When death occurs in an employee’s immediate family, such employee shall be 
entitled to five (5) work days of leave with pay in the amount of the straight time 
earnings lost by him/her for bereavement.  For the purposes of this section, an 
employee’s immediate family includes the employee’s:  spouse, mother, father, 
parent-in-law, son, daughter.

In the event of an employee’s brother, sister, grandparent, grandchild,  sister and 
brother-in-law, daughter and son-in-law, stepparent, stepchild and legal ward such 
employee shall be entitled to three (3) work days of leave with pay in the amount of 
the straight time earnings lost by him/her for bereavement.

b. The employee’s department head may, in his/her discretion, grant:

·   an unpaid bereavement leave in the event of the death of a relative not included
in the employee’s family;

·   an extended bereavement leave on an unpaid or earned vacation basis at the 
employee’s option. 

c. In the event of the death of a present or retired department employee, a one-half 
(1/2) day absence with pay will be authorized for employees in that department to 
attend the funeral. 

d. For good cause the Department Head will grant a maximum of two (2) additional 
unpaid days in the event of death in the immediate family, as defined, and such will 
not be unreasonably withheld. 

11.  Court and Jury Leave

a. Employees who are called to and report for jury duty in any State or Federal Court
or grand jury and who, by virtue of such duty, lose time from work shall receive for
each day of jury duty performed the difference between the employee’s normal 
straight time earnings for the day and the jury fee (excluding mileage and other 
expenses) to which the employee is entitled, subject to the following conditions:

· such employee when released from jury duty before 12 noon must report for
work within one (1) hour after his/her release, if possible;

· such employee shall notify the Employer within five (5) work days from the 
date he/she receives notice of his/her selection for any jury service, if possible

· such employee shall provide the Employer with a written statement from the 
appropriate public official showing the date and time of service and the amount 
of pay received;

· in computing the daily sum due to such an employee, his/her normal straight
time earnings shall be reduced to reflect the actual hours worked by such 
employee’s shift if less than normal.
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b. Employees required by subpoena to testify in a State or Federal Court action in a
matter in which they are not personally involved as participants (e.g. plaintiff, 
defendant, criminal act of the employee, etc.) shall be granted leaves of absence 
for the period necessary to fulfill the Court obligation and shall receive the 
difference between any compensation received for testifying and their regular 
straight time hourly rate for hours lost as a result thereof.  Employees will, as 
soon as possible, return to work upon completion of their required testimony.

The County will include, as hours worked, the time required by the employee to attend a
Civil Service hearing if the employee is subpoenaed by either party or required to attend
by the County.

12. Union Business Leave

a. An employee elected to a Union office selected by the Union to do work which takes 
the employee from his/her employment with the Employer will be granted one (1) 
unpaid leave of absence for a period not to exceed one (1) year in duration.

b. Employees selected by the Union to participate in other Union activities will be 
granted an unpaid leave of absence at the written request of the Union for a period
not to exceed one (1) month.  Normally such leave will be for the purpose of 
attending Union conventions, schools, etc., and will not involve more than one (1) 
employee.  In the event that more than one (1) employee is so selected, the 
Employer will evaluate each on an individual basis with the determining factor 
being the service capabilities of the department.

13. Political Activity Leave    Employees who choose to run for political office will be 
granted and will take an unpaid leave of absence commencing thirty (30) days prior to 
the primary and/or general election.  Employees elected to public office or selected to 
serve on a governmental commission will be granted an unpaid leave of absence for 
the initial term of office only.

14. Status on Return from Leave.   Unless otherwise agreed to by the Employer and 
employee, an employee returning from an authorized leave of absence will return to 
his/her regular job.

15. Regularly Scheduled Part-time Employees shall be entitled to earn sick leave pro-
rata according to the number of hours regularly scheduled to work per week.  Such 
part-time employees shall also be entitled to the benefit of paid sick leave according 
to the number of hours of work regularly scheduled on the work day(s) involved.

Article 15

Vacations

1. An employee shall be entitled to a paid vacation on the following basis:

· After completion of twelve (12) months of continuous service, eighty (80) hours;

· After completion of thirteen (13) months of continuous service, six and sixty-
seven hundredths (6.67) hours per month;
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· After completion of the sixty-first (61) month of continuous service, ten (10) 
hours per month;

· After completion of the one hundred twenty-first (121) month of continuous 
service, thirteen and thirty-four hundredths (13.34) hours per month;

· After completion of the one hundred ninety-third (193) month of continuous 
service, sixteen and sixty-seven hundredths (16.67) hours per month;

2. There will be no accrual of vacation benefits during calendar months in which the 
employee fails to work at least three (3) regular work days.  Work days lost by reasons of paid 
leaves of absence will be counted as days worked for the purpose of computing vacation benefits.

3. Vacations will be scheduled by the employee’s work unit supervisor at the time 
requested by the employee provided that if the nature of the work requirements makes it 
necessary to limit the number of employees on vacation at the same time, the employees with 
the greater seniority in that work unit shall be given priority. Employees will give the work unit 
supervisor as much advance notice as is possible of the desired vacation period.

4. Earned vacation may be carried over from one year to the next, but vacation time so 
carried over must be used during that year or it is lost.  The employee may with the Employer’s 
agreement carry over to a third year any vacation unused due to requirements of the Employer.

5. Vacation pay will be distributed on the regular pay days and will be at the employee’s 
regular rate of pay as of the last pay day preceding the date he/she takes his/her vacation.  
However, an employee may receive his/her earned vacation pay on the last pay day preceding 
his/her vacation by requesting same in writing not less than thirty (30) days in advance.  Such 
payments will be made in weekly units only.

6. Vacations may be taken in increments of not less than one (1) hour.

7. No employee shall be required to work during his/her scheduled vacation period.

8. An employee who is discharged, retired or separated from the service of the Employer 
for any reason prior to taking his/her vacation shall be compensated for his/her unused 
accumulated vacation accrued through the last vacation anniversary date.  In addition, except for 
employees discharged for proper cause, such employees will be paid for vacation time accrued 
on a monthly basis up to the date of termination of employment.

9. Regularly scheduled part-time employees shall be entitled to vacation benefits 
calculated by multiplying the number of hours of paid leave such employee would be entitled 
to as a full-time employee by the proportion of such employee’s regularly scheduled hours of 
work, calculated using the employee’s regularly scheduled hours of work on each anniversary
date, to those of a full-time employee.

a. e.g. - 5 years at full time and 2 years regularly scheduled for 60 hours per pay 
period = (5 years + 1.5 years/7 years X 120 hours = 111.4 hours paid leave

b. e.g. - 10 years regularly scheduled for 60 hours per pay period and 2 years 
regularly scheduled for 40 hours per pay period = (7.5 years + 1 year/12 years) X 
160 hours = 113.3 hours paid leave
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10. Employees classified as Conservation Education Specialist and considered salaried 
will accrue an additional forty (40) hours of vacation based on the employee’s years of service 
as set forth in Section 1 of this Article.

Article 16

Paid Holidays

1. There shall be eleven (11) paid holidays namely:  the day before New Year’s Day, 
New Year’s Day, Martin Luther King Day, Memorial Day, Independence Day, Labor Day, 
Veteran’s Day, Thanksgiving Day, the Friday after Thanksgiving, the day before Christmas, 
Christmas day (totaling eighty eight 88 hours) and sixteen (16) hours of personal time to be 
scheduled between the employee and his/her work unit supervisor.

2. All full-time employees will be credited with 88 hours in the employee’s holiday bank 
on July 1 of each year.  Regularly scheduled part-time employees will be credited with a pro-
rated number of hours based on their regular scheduled hours of work.  If the work unit to which 
an employee is assigned is closed on the designated holiday, eight (8) hours will be deducted 
from the employee’s holiday bank and paid to the employee.  An employee who works on a 
designated holiday, except employees classified as Conservation Education Specialist, shall be 
paid at time and one half (1 1/2) his/her regular straight time hourly rate for all such hours 
worked and no hours shall be deducted from the employee’s holiday bank.

3. To qualify for holiday pay, the employee (full-time, part-time or temporary) must have 
been in the employ of the Employer for not less than thirty (30) calendar days and have worked 
the full scheduled work day immediately preceding and following the holiday unless excused by 
the Employer for good cause.  Employees who are hired during the contract year will be credited 
with the number of holidays remaining in the contract year subject to the foregoing qualifying 
requirements.

4. The paid holidays will be celebrated on the actual calendar day of the holiday except 
paid holidays falling on a Saturday will be celebrated on the preceding Friday and those falling 
on a Sunday will be celebrated on the succeeding Monday.  The holidays of President’s Day 
and Memorial Day will be celebrated on the day designated as the federal holiday.

5. Should a paid holiday fall on an employee’s vacation, the hours shall be paid as 
vacation and no deduction will be made from the employee’s holiday bank.

6. An employee will not receive holiday pay while on leave of absence unless he/she 
is on an authorized workers’ compensation leave or an authorized sick leave and entitled to 
sick leave benefits for the holiday, in which case he/she will receive holiday pay In lieu of sick
leave benefit.

7. For the purpose of computing overtime, all holiday hours for which an employee is 
compensated (in cash or with compensatory time off) shall be regarded as hours worked.

8. Employees shall schedule use of holiday bank hours with their work unit supervisor.  
Any holiday bank hours unused on June 30 of each year shall be paid to the employee during 
the second pay period of the succeeding July at the employee’s rate of pay as of the preceding 
June 30.  Holiday bank hours used during the contract year shall be paid at the employee’s 
regular straight time hourly rate in effect when the hours are used.
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9. Employees who cease employment with the Employer for any reason and have 
used all their holiday bank hours shall have any holidays not yet celebrated deducted from 
their remaining vacation balance or hours worked during their last pay period.  The 
Conservation Department will not pay the balance of holiday bank hours for holidays not yet 
celebrated for employees who cease employment.

Article 17

Pay Periods and Complaints

1. Employees will be paid biweekly on Friday through the second preceding Friday. In
the event the pay day is on a holiday, the preceding day shall be the pay day.

2. Should an employee have a complaint with regard to the correctness of his/her pay 
check, he/she will first take up the matter with his/her supervisor.  If he/she is not satisfied with 
the action taken or response given by his/her supervisor, he/she may provide his/her Union 
Steward with written authorization to investigate the appropriate records to resolve the matter.

3. Employees who retire or terminate employment with the County and give at least a 
three (3) week notice, may choose to have his/her last paycheck paid to them on their last day 
of employment.

4. All newly hired employees are required to sign up for direct deposit of their paychecks 
unless an exception is granted by the Auditor’s Office for extenuating circumstances.

Article 18

Job Classifications and Wage Rates

1. The job classifications, pay grades and applicable schedules are set forth in the 
attached Appendix A for contract years July 1, 2021– June 30, 2026 are incorporated within 
this Agreement and made a part hereof.

a. The steps and wage rates are set forth in the attached Schedules A and B.  The
job classifications assigned to each schedule are written on the appropriate 
schedule.

b. The salary schedule will increase two percent (2.00%) on July 1, 2021, two and
one quarter percent (2.25%) on July 1, 2022 and two and one half percent
(2.50%) on July 1, 2023. Across the Board wages are open for negotiations in
FY25 (July 1, 2024 – June 30, 2025) and FY26 July 1, 2025 – June 30, 2026).

Eligible employees will advance one step on the salary schedule during the fiscal 
years beginning July 1, 2021, July 1, 2022, and July 1, 2023.  Step advancement 
open for negotiations in FY25 (July 1, 2024 – June 30, 2025) and FY26 (July 1, 
2025 – June 30, 2026).

c. Employees will progress through the step system based on the following definition
of steps:

· Step A - New Hire Rate
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· Step B - At the end of the new hire probation period the employee will move 
to Step B.

· Step C - The employee moves to Step C after one (1) year in the job 
classification.

· Step D - The employee will move to Step D after completion of one (1) year 
of Step C.

· Step E - The employee moves to Step E after the completion of one (1) year
on Step D.  This will be the top rate for any job classification.

d. Any employee whose job is reclassified (a new class title being assigned to the 
same work) or upgraded (a higher labor grade being assigned to the same 
work) shall be credited with time spent in the previous job classification or labor 
grade for purposes of step movement.  The Union will receive notice of all 
reclassifications prior to their effective date.

e. Employees who are certified to apply pesticides will be paid one dollar ($1.00) per 
hour in addition to their regular hourly rate while preparing and applying pesticides.

2. When any position not on the wage schedule is established, the Employer may 
designate the job classification and wage rate for the position.  In the event the Union does 
not agree that the classification and rate are proper, the Union shall have the right to submit 
the issue as a grievance at Step 3 of the grievance procedure.

Article 19

Longevity

1. Employees will qualify for and receive longevity pay on the following basis:

a. The employee must have received payment for work performed or have been 
paid benefits (e.g., vacation, holiday, sick leave, Workers’ Compensation) 
during the year of employment involved.

b. Payment of longevity will be made in a lump sum the week following the last 
pay period in November.

c. Employees regularly scheduled for sixty (60) hours or more per pay period at 
some point during the calendar year and who have completed five (5) years of 
such employment while continuously employed with Employer shall be eligible to 
receive longevity payments on a prorated basis computed as follows:  where the 
number of regularly scheduled hours has remained constant, the number of 
regularly scheduled hours per pay period shall be divided by eighty (80) and the 
quotient multiplied by the longevity payment for a similarly situated full-time 
employee to determine the longevity payment.  Where the number of regularly 
scheduled hours has varied, the maximum number of regularly scheduled hours in
each year of eligible employment shall be divided by eighty (80).  The quotients 
shall then be multiplied by the longevity payment for a similarly situated full-time 
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employee for each year.  The products shall then be summed and divided by the 
years of eligible employment to determine the longevity payment.

Any year of employment that the employee is not at some point in time regularly 
scheduled for sixty (60) or more hours per pay period shall not constitute eligible 
employment and shall not be included in the calculation of the longevity payment.

d. After completing five (5) years of continuous service, an employee is entitled to 
a longevity payment of five hundred dollars ($500), all as provided under (b) 
above.  Such payments will continue for each year of continuous service 
thereafter up to ten (10) years of continuous service.

e. After completing ten (10) years of continuous service, an employee is entitled to
a longevity payment of six hundred dollars ($600), all as provided under (b) 
above.  Such payments will continue for each year of continuous service 
thereafter up to fifteen (15) years of continuous service.

f. After completing fifteen (15) years of continuous service, an employee is entitled 
to a longevity payment of seven hundred dollars ($700), all as provided under (b)
above.  Such payments will continue for each year of continuous service 
thereafter up to twenty (20) years of continuous service.

g. After completing twenty (20) years of continuous service, an employee is entitled 
to a longevity payment of nine hundred dollars ($900), all as provided under (b) 
above.  Such payments will continue for each year of continuous service 
thereafter up to twenty-five (25) years of continuous service.

h. After completing twenty-five (25) years of continuous service, an employee is 
entitled to a longevity payment of one thousand one hundred dollars ($1,100), 
all as provided under (b) above for each year of continuous service.

2. In the event the employment of an employee entitled to longevity pay is terminated 
prior to Friday following the last payday in November, he/she will receive his/her longevity pay 
earned as of his/her last anniversary date.

Article 20

Group Insurance

This section is a prohibited bargaining topic and has been removed effective 7/1/2021.

Article 21

Safety

1. The Employer, the Union and the employees will comply with all applicable Federal, 
State and local safety and health laws and the regulations issued thereunder.
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2. Matters of employee safety in the performance of their jobs, procedures and the 
operation of Employer equipment are proper subjects for discussion and action at the Union 
Grievance Committee meetings with the Employer.  Any such issues not resolved in this manner
are subject to the grievance procedure.

3. When employees are required to work with tools or equipment, such tools or equipment 
will be furnished.

4. The County will reimburse a maximum of one hundred fifteen dollars ($115.00) 
annually or two hundred thirty dollars ($230.00) bi-annually toward the purchase of safety shoes 
for those employees required to wear safety shoes.

5. The County will reimburse a maximum of two hundred twenty dollars ($220.00) bi-
annually toward the purchase of prescription safety glasses for those required to wear safety 
glasses.

6. The matter of safety is a common concern and to this end the parties agree to use 
reasonable means to protect the health and welfare of all employees.

Article 22

Work Rules

1. New or revised work rules will be discussed with the Union and posted on the Union 
bulletin boards ten (10) working days in advance of the effective date.

Article 23

Miscellaneous

2. In the event the Employer requires in-service training of employees, such training will 
be considered as work time and the employees paid.

3. The Employer may require physical and mental health examinations to determine an 
employee’s fitness for duty.  Such examination shall be by a qualified professional designated 
by the Employer and all cost associated with such examination shall be paid by the Employer.

4. The Employer may hire temporary employees on a full-time or part-time basis for a 
particular purpose for a period not to exceed eight (8) months.  Except as specifically provided 
otherwise in the Agreement, they shall be entitled to no benefits.  Temporary employees will be 
reclassified as regular employees entitled to all benefits according to the Agreement after the 
successful completion of eight (8) months of continuous service.

5. No Pyramiding. If more than one provision of this Agreement calls for the payment of
a premium rate for the same hours of work (e.g., overtime, holidays, etc.), only the higher 
premium will be paid.

6. Employees or their designees may review their personnel files from time to time.  
Such review shall be arranged at times mutually convenient for the employee and the Human 
Resources Department but shall not be accomplished on County time.  Copies of pertinent 
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portions of the employee’s personnel file will be provided to the employee.  The Employer’s cost
in preparing the copies will be paid by the employee.

7. An employee whose continued employment is in jeopardy due to an alcohol or drug 
condition will be counseled to seek professional assistance to the extent necessary for the 
purpose of rehabilitation.  Such employee will be granted necessary sick leave according to 
Leaves of Absence Article 14.  In the event such paid leave covers less than thirty (30) calendar 
days, the employee will be granted additional unpaid leave to the extent necessary to provide a 
total leave of thirty (30) calendar days.  An extension of such leave may be granted at the 
Employer’s discretion.  However, nothing herein shall require the Employer to grant further leave
should the employee’s condition continue or reoccur.  Further, the Employer may terminate such
leave in the event the employee fails to actively pursue the prescribed rehabilitation program.

8. The Employer will notify the Union if it intends to hire employees under state or 
federal grants for periods exceeding eight (8) months.

9. If “fair share” type legislation is passed and signed by the Governor, the County 
agrees to implement the legislation as mandated.

Article 24

Bulletin Boards

1. The Employer agrees to furnish and maintain suitable bulletin boards in six (6) work 
stations to be used by the Union.  Notices pertaining to political parties or individual candidates 
will not be posted on these bulletin boards.  The Union will limit the posting of notices to such 
bulletin boards.

2. There shall be no other general distribution of posters or pamphlets, advertising of 
political matters or literature upon the Employer’s property.

Article 25

Separability and Savings

1. Should any Article or section of this Agreement be found invalid, unlawful, or not 
enforceable by reason of any existing or subsequently enacted legislation or by 
final judicial decision, the remaining Articles and sections shall continue in full force
and effect for the duration of the Agreement.  The parties will promptly meet for the 
purpose of negotiating an appropriate replacement for the offending Article or 
section.
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Appendix A

Classes Assigned to Salary Grades

Job # Class Title Grade Schedule

Administrative Support Series

40-06 Clerical Specialist 55 A
40-33 Office Coordinator 56 A
40-11 Senior Account Clerk 55 A
40-05 Senior Clerk Typist 53 A

Conservation Series

90-52 Assistant Resource Manager 38 B
60-37 Carpenter 56 A
93-01 Community Outreach Specialist 38 B
90-56 Conservation Education Assistant 35 B
90-54 Conservation Education Specialist 37 B
90-85 Conservation Project Coordinator 38 B
60-38 Construction Coordinator 58 A
60-38 Construction Project Planner 38 B
60-18 Heavy Equipment Operator 58 A
92-01 Lead Conservation Education 38 B

   Specialist
60-17 Light Equipment Operator 56 A
90-53 Natural Resources Specialist 38 B
60-15 Mechanic 58 A
60-36 Operations Technician 56 A
60-39 Resource Technician 56 A
90-90 Soil Health Coordinator 35 B
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SALARY SCHEDULE - A

7/1/2021

2.0%

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE   A B C D E

             
53     A   $35,922.00 $37,627.00 $39,437.00 $41,558.00 $43,742.00

Bi-W   $1,381.60 $1,447.20 $1,516.80 $1,598.40 $1,682.40

H   $17.27 $18.09 $18.96 $19.98 $21.03

             
54     A   $38,418.00 $40,290.00 $42,390.00 $44,366.00 $46,675.00

Bi-W   $1,477.60 $1,549.60 $1,630.40 $1,706.40 $1,795.20

H   $18.47 $19.37 $20.38 $21.33 $22.44

             
55     A   $41,392.00 $43,326.00 $45,594.00 $47,923.00 $50,482.00

Bi-W   $1,592.00 $1,666.40 $1,753.60 $1,843.20 $1,941.60

H   $19.90 $20.83 $21.92 $23.04 $24.27

             
56     A   $44,741.00 $47,008.00 $49,400.00 $52,000.00 $54,642.00

Bi-W   $1,720.80 $1,808.00 $1,900.00 $2,000.00 $2,101.60

H   $21.51 $22.60 $23.75 $25.00 $26.27

             
57     A   $49,109.00 $50,856.00 $52,770.00 $54,766.00 $58,698.00

Bi-W   $1,888.80 $1,956.00 $2,029.60 $2,106.40 $2,257.60

H   $23.61 $24.45 $25.37 $26.33 $28.22

             
58     A   $53,061.00 $54,912.00 $56,826.00 $58,739.00 $61,693.00

Bi-W   $2,040.80 $2,112.00 $2,185.60 $2,259.20 $2,372.80

H   $25.51 $26.40 $27.32 $28.24 $29.66
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SALARY SCHEDULE - B

7/1/2021

2.0%

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE A B C D E

35     A $47,154.00 $49,462.00 $52,021.00 $54,642.00 $57,574.00

Bi-W $1,813.60 $1,902.40 $2,000.80 $2,101.60 $2,214.40

H $22.67 $23.78 $25.01 $26.27 $27.68

36     A $50,294.00 $52,874.00 $55,494.00 $58,490.00 $61,485.00

Bi-W $1,934.40 $2,033.60 $2,134.40 $2,249.60 $2,364.80

H $24.18 $25.42 $26.68 $28.12 $29.56

37     A $53,747.00 $56,389.00 $59,467.00 $62,504.00 $65,832.00

Bi-W $2,067.20 $2,168.80 $2,287.20 $2,404.00 $2,532.00

H $25.84 $27.11 $28.59 $30.05 $31.65

38     A $57,678.00 $60,549.00 $63,648.00 $66,934.00 $70,429.00

Bi-W $2,218.40 $2,328.80 $2,448.00 $2,574.40 $2,708.80

H $27.73 $29.11 $30.60 $32.18 $33.86



32

SALARY SCHEDULE - A

7/1/2022

2.25%

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE A B C D E

53     A $36,733.00 $38,480.00 $40,331.00 $42,494.00 $44,720.00

Bi-W $1,412.80 $1,480.00 $1,551.20 $1,634.40 $1,720.00

H $17.66 $18.50 $19.39 $20.43 $21.50

54     A $39,291.00 $41,205.00 $43,347.00 $45,365.00 $47,715.00

Bi-W $1,511.20 $1,584.80 $1,667.20 $1,744.80 $1,835.20

H $18.89 $19.81 $20.84 $21.81 $22.94

55     A $42,328.00 $44,304.00 $46,613.00 $49,005.00 $51,626.00

Bi-W $1,628.00 $1,704.00 $1,792.80 $1,884.80 $1,985.60

H $20.35 $21.30 $22.41 $23.56 $24.82

56     A $45,739.00 $48,069.00 $50,502.00 $53,165.00 $55,869.00

Bi-W $1,759.20 $1,848.80 $1,942.40 $2,044.80 $2,148.80

H $21.99 $23.11 $24.28 $25.56 $26.86

57     A $50,211.00 $52,000.00 $53,955.00 $55,994.00 $60,008.00

Bi-W $1,931.20 $2,000.00 $2,075.20 $2,153.60 $2,308.00

H $24.14 $25.00 $25.94 $26.92 $28.85

58     A $54,246.00 $56,139.00 $58,094.00 $60,070.00 $63,086.00

Bi-W $2,086.40 $2,159.20 $2,234.40 $2,310.40 $2,426.40

H $26.08 $26.99 $27.93 $28.88 $30.33



33

SALARY SCHEDULE - B

7/1/2022

2.25%

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE A B C D E

35     A $48,214.00 $50,586.00 $53,186.00 $55,869.00 $58,864.00

Bi-W $1,854.40 $1,945.60 $2,045.60 $2,148.80 $2,264.00

H $23.18 $24.32 $25.57 $26.86 $28.30

36     A $51,418.00 $54,059.00 $56,742.00 $59,800.00 $62,878.00

Bi-W $1,977.60 $2,079.20 $2,182.40 $2,300.00 $2,418.40

H $24.72 $25.99 $27.28 $28.75 $30.23

37     A $54,954.00 $57,658.00 $60,798.00 $63,918.00 $67,309.00

Bi-W $2,113.60 $2,217.60 $2,338.40 $2,458.40 $2,588.80

H $26.42 $27.72 $29.23 $30.73 $32.36

38     A $58,968.00 $61,901.00 $65,083.00 $68,432.00 $72,010.00

Bi-W $2,268.00 $2,380.80 $2,503.20 $2,632.00 $2,769.60

H $28.35 $29.76 $31.29 $32.90 $34.62



34

SALARY SCHEDULE - A

7/1/2023

2.5%

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE A B C D E

53     A $37,648.00 $39,437.00 $41,330.00 $43,555.00 $45,843.00

Bi-W $1,448.00 $1,516.80 $1,589.60 $1,675.20 $1,763.20

H $18.10 $18.96 $19.87 $20.94 $22.04

54     A $40,269.00 $42,245.00 $44,429.00 $46,509.00 $48,901.00

Bi-W $1,548.80 $1,624.80 $1,708.80 $1,788.80 $1,880.80

H $19.36 $20.31 $21.36 $22.36 $23.51

55     A $43,389.00 $45,406.00 $47,778.00 $50,232.00 $52,915.00

Bi-W $1,668.80 $1,746.40 $1,837.60 $1,932.00 $2,035.20

H $20.86 $21.83 $22.97 $24.15 $25.44

56     A $46,883.00 $49,275.00 $51,771.00 $54,496.00 $57,262.00

Bi-W $1,803.20 $1,895.20 $1,991.20 $2,096.00 $2,202.40

H $22.54 $23.69 $24.89 $26.20 $27.53

57     A $51,459.00 $53,310.00 $55,307.00 $57,387.00 $61,506.00

Bi-W $1,979.20 $2,050.40 $2,127.20 $2,207.20 $2,365.60

H $24.74 $25.63 $26.59 $27.59 $29.57

58     A $55,598.00 $57,533.00 $59,550.00 $61,568.00 $64,667.00

Bi-W $2,138.40 $2,212.80 $2,290.40 $2,368.00 $2,487.20

H $26.73 $27.66 $28.63 $29.60 $31.09



35

SALARY SCHEDULE - B

7/1/2023

2.5%

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE A B C D E

35     A $49,421.00 $51,854.00 $54,517.00 $57,262.00 $60,341.00

Bi-W $1,900.80 $1,994.40 $2,096.80 $2,202.40 $2,320.80

H $23.76 $24.93 $26.21 $27.53 $29.01

36     A $52,707.00 $55,411.00 $58,157.00 $61,298.00 $64,459.00

Bi-W $2,027.20 $2,131.20 $2,236.80 $2,357.60 $2,479.20

H $25.34 $26.64 $27.96 $29.47 $30.99

37     A $56,326.00 $59,093.00 $62,317.00 $65,520.00 $68,994.00

Bi-W $2,166.40 $2,272.80 $2,396.80 $2,520.00 $2,653.60

H $27.08 $28.41 $29.96 $31.50 $33.17

38     A $60,445.00 $63,440.00 $66,706.00 $70,138.00 $73,819.00

Bi-W $2,324.80 $2,440.00 $2,565.60 $2,697.60 $2,839.20

H $29.06 $30.50 $32.07 $33.72 $35.49




